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Influence, Exercise of Power and Culture
[bookmark: _GoBack]	The relationship among influence, the exercise of power and culture is significant in the study of cultural diversity. In human relationships, power is the ability to force things to be done your way in the acuity or on realizing you have got might, even if the affected party doesn’t will to. Communally, power and influence working as a thing across a number of cultural settings. A relationship can be established as the following discussion will demonstrate.  
	All business organizations operate on three tenets; leadership, management and administration. Thus, business leadership being at the epicenter of Asian economic growth, a lucid boundary can be drawn between Asian and South American’s styles of leadership (Mittal & Elias, 2016). But since both converge in the same business environment, important similarities can be sited at afar scope too. Vital is the cultural difference, in Asian families. Leadership of business enterprises is more common compared to America in both privately held and public firms.

	There is more freedom of action for boards and executives in Asia than in America.  Firms in America are extensively run by professional managers. Their tenure is directly proportional to retirement or a majority decision to have them replaced. The latter is based on the firm’s board of directors’ mutual consensus. On the other hand, well established and self-organized companies in America have programs in place for nurturing executives within their organizations (Raina & Roebuck, 2016). Only a handful of America’s firms get a great deal of publicity. As a result, many hire novice executives directly from outside. These new CEOs are motivated by the will to win and excel over money. Subsequently, while in America firms are passed founders family leadership, in Asia succession is passed on to siblings. Hence, in comparison, freedom of action for American executives and boards is limited.  
	Human influence is different in diverse national cultures. In America for instance, a leader with charismatic virtue has a profound following. Not because of business accomplishment, internal dealings of partiality nor sound management, but the magnetism (Rego & Simpson, 2018). However, they will be thrown overboard before other societies and cultures. Luminary leadership thus looks beyond the company and focuses on the impact one has on others such as clients. In both Asia and America, conviction is shared to all hence executives portray emotional robustness in character.
	In America, business success is routed on political involvement but not to a higher degree than in Asia. The aptitude to resonate with what motivates others and effectually appeal to it is vital in America and in the East. In Asia, this will flourish when factors such as executive’s managerial talent, living standards and demand of knowledge workers are improved (Karam & Jamali, 2017). To command influence in the American soil, humility is least regarded. In Asia, it's dissimilarly established. In this regard, the commonality of humility trait in the exercise of power is regarded as effective leadership skill between the two cultures.
	Various types of power impact cultures differently and the followers are the most affected. In African culture, the influence of power is solely based on the referent taxonomy of social power. It’s unique in some way and aims at building a good relationship between leaders and followers. Interestingly, in America, the relationship among influence, the exercise of power and culture, takes two courses of social power classification to thrive, and meet expectations of followers. All Americans are interested in dominance in expert and coercive powers (Chae et al., 2017). They expect individuals who fail to comply with a task to be punished, for example, through economic sanctions, therefore, regarded as coercive power influence. Subsequently, the American great expectations are in expert power influence. They vilify leadership with no knowledge in specialization and influence followers with revamped growth of skills in the latter.
	Understanding effects of culture on organizational behavior is critical not only in the ever-ballooning prevalence of international business but also in the domestic workforce diversification in various countries across the globe. Culture vary based on four discrete dimensions; individual collectivism in which a sect of folks defines themselves as an individual and fail to form ties with other groups. Power distance comes second, here, a culture willingly accepts unequal power distribution (Ford, 2018). Last but not least, diversity may influence behavior through uncertainty avoidance which entails folks feel endangered by undefined or perilous situations. Lastly, diversity may impact behavior through masculinity-femininity, the applause of competitiveness, accomplishment and acquisition of influential things, for example, money.
	In conclusion, although power attests to be an essential element of leadership, it ought to be used judiciously and not battered. While power cannot thrive without influence, the latter is deemed as an indispensable skill of leadership. Influence not only impacts the opinions and behaviors but also the attitudes and choices of others across diverse cultures. Hence, it is sound to conclude that relationships among influence, the exercise of power and culture, help establish the position of culture. Its impact on style of management, employee selection and motivational ways, as well as reward systems.
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